A MERICAN Cast Iron Pipe Company (AMERICAN) is headquartered in Birmingham, Alabama. The AMERICAN family of companies employs approximately 2500 workers in facilities across North America. AMERICAN manufactures fire hydrants, valves, ductile iron pipe, and spiral-welded steel pipe for the waterworks industry, steel pipe for the oil and natural gas industries, castings for large machinery, and specialty rubber products. John J. Eagan established the company in 1905 based on the golden rule: Treat others the way you want to be treated. Mr Eagan was a visionary leader in a time when the relationship between management and employees was often tense. Eagan made it a priority to take care of his workers. He paid a living wage and provided housing, a school, and a commissary onsite. Employees were considered part of his community, his family. Since 1914, employees and their families have had access to onsite or nearsite medical, dental, and pharmacy services.
Visionary and Supportive Leadership
The precedent set by Mr Eagan continues with the current management, led by President and CEO Van L. Richey. Health, safety, and wellness are central to the company's strategic aims which are reflected in its annual goals. These goals are incorporated into division and departmental goals, so the focus on HWB is integrated and communicated by management throughout all levels of the company. Supportive policies restricting tobacco use, providing healthy food options, and allowing employees to attend diabetes education, early injury intervention, and tobacco cessation classes during work time are examples of supportive leadership practices that create a culture of HWB.
Creative and Innovative Programs
AMERICAN's initial wellness efforts began in the early 1990s after a health needs and interests survey indicated that employees wanted opportunities to exercise at work and lose weight. Group exercise classes in an auditorium and a signature weight loss program delivered by a registered dietitian then began. An examination of the cost and trends of health care revealed employees also needed programs to assess and address their needs along the continuum from prevention to disease management. An onsite fitness and wellness center, employee risk screening, health coaching, a diabetes education program, tobacco cessation, and onsite physical therapy and injury prevention are just some of the resources and programs available to employees and their families.
WellBody, AMERICAN's signature wellness program, launched in 1996 as a voluntary health risk screening and coaching program.
Health coaches, including registered dietitians, don hardhats and steeltoed shoes to deliver the program at the worksite. Annually, employees meet privately with their health coach to discuss blood pressure, weight, exercise, and tobacco habits. Biometric laboratory test values are added from their physical examinations and then, based on their results, they're placed into one of 4 health clubs-10, 25, 50, or 200, with club 200 representing participants with the lowest level of health risk. Participants receive a financial incentive corresponding with their club status and an advancement reward if they advance to the next club level.
A second tier, WellBody Plus, challenges participants to set improvement goals based on their health risk evaluation, including condition management, nutrition and weight loss, and participation in wellness challenges and campaigns. Success in goal attainment and participation in preventive medical screens results in a medical premium discount.
Communication and Engagement
AMERICAN believes that an effective strategic communications plan includes listening and responding, which directly impacts engagement. Throughout AMERICAN's communication materials, there is a consistent theme that employees and their families are valued. Their health and safety, education and development, and overall well-being matter. In an age of technology, AMERICAN continues to leverage in-person communications that sustain a sense of family and relationships. Employees appreciate the onsite presence of the wellness team and value the team's commitment to provide services to all shifts. Understanding and reducing the barriers to participation and program access are crucial to engagement.
Collaborative Alignment
AMERICAN's collaboration with its health partners is a strong synergy that provides a complete model of healthcare-prevention, access, referral, and follow-up. Since 1997, the onsite diabetes education program has been recognized by the American Diabetes Association. Participants follow the national standards of care and receive their supplies at no cost. On average, participants achieve a one-point reduction in their hemoglobin A1c , a blood value that indicates diabetes control. At AMERICAN, this equates to an average annual medical cost savings of $1900 per participant.
Partnering with a local vendor to provide onsite physical therapy, rehabilitation, and injury prevention has been very successful. At no cost to employees, the onsite therapy provides convenience, improved outcomes, and greater compliance. Therapists are hands on and provide job and ergonomic assessments. The program has resulted in more than 97% of employees returning to full duty.
The new Early Intervention Program (EIP) allows employees to participate in an evaluation with a physical therapist for symptoms of musculoskeletal discomfort. Along with the evaluation, therapists can deliver several modalities including therapeutic massage and soft bracing. Early analysis of EIP has demonstrated significant improvement in physical symptoms and reduction in potential injuries that may have otherwise required surgical intervention.
Meaningful Results
Since WellBody's inception, AMERICAN has averaged 75% employee engagement in the program. Additionally, in a recent 5-year period, AMERICAN realized a 9% reduction in healthrelated risks. These reductions were accompanied by a decrease in health costs for a net overall cost savings of $670 000 and a return on investment of 1.7 to 1.0. These results confirm those seen early in the program's history and demonstrated that favorable health and health-care cost trending have been sustained over time. 1 While cost reduction, high levels of participation and engagement, positive trending, and ROI provide the business case for AMERICAN's Wellness initiatives, the company philosophy is it's the right thing to do. The Right Way is the AMERICAN way. It's a philosophy that started with the golden rule vision of its founder and continues today. The WellBody Program has created and sustained an environment that has successfully woven health into an existing culture of AMERICAN's people-centric business. It is an excellent basis for employees and family members to fully experience the benefits of HWB. Delta Wellness-Journey to a Better You Jae Kullar, RDN, PMP 1 T he wellness culture at Delta Air Lines is sustained not only by its individual programs but by a strategically placed network of subject matter experts and motivated leaders who believe in the positive results these efforts continue to produce.
The Health and Wellbeing team at Delta provides a full spectrum of holistic wellness programs that focus on providing comprehensive well-being for more than 80 000 global employees. Using thoroughly vetted vendors and platforms, we have created a foundation of resources that speak to every level of an employee's overall wellbeing. We rely on an extensive internal network of wellness advocates known as ''Wellness Champions'' and ''Wellness Leaders'' to support the efforts of the team and effectively incorporate wellness initiatives into the daily lives of our employees. Implementation of any wellness program requires a blend of art and science. It requires the science of project management and all of its elements to imagine, plan, design, execute, and successfully report the results of a program. The artistic side comes into play when you craft your change management techniques, communication, brand strategy, negotiation, and other sales and marketing aspects involved in the project. This could include receiving buyin from your leadership team to initiate the project, negotiating budget or, the most important element of success for me, the adoption and participation of the program with your intended audience leading to positive health outcomes.
Our philosophy has always been multipronged to address different needs for different divisions, work groups, locations, cultures, disease states, and so on. Ideas and perspectives from the grassroots level are critical to determine gaps. As servant leaders, we take our cue from this group. Therefore, each program is modified at the division and local level. Though we provide structure, local champions and leaders create annual plans as to how wellness will be activated in their specific areas. The success of our strategy is fueled by a strong wellness network and use of data to measure and evaluate our initiatives, which informs ongoing improvements and enhancements.
Wellness Network
In 2014, the Wellness Network was created at Delta in an effort to increase wellness programming engagement and, in turn, improve the health of Delta people worldwide. There are currently over 700 Wellness Champions throughout the organization, from frontline employees to executive leaders, representing work groups in over 362 locations and 62 countries. This Wellness Network has led to marked improvement in employee engagement levels. Through their efforts, the champions have effectively engaged the most ''at-risk'' and least engaged employees to address health issues and encourage action through participation in wellness activities. They are able to communicate directly with their colleagues at the time of need and serve as subject matter experts on the available health programs and resources.
While it took over 5 years to build and expand the structure of the wellness network, with ongoing attention to retain, engage, and train this volunteer workforce, the benefits have proven to be worth the effort. One of the main functions is to be an ongoing sounding board, which is a core part of our change management success. Champions are involved from the beginning as they are often the first to test and pilot new programs and ideas. The feedback is invaluable during the evaluation phase and is used during the implementation phase as we customize programming for each work group, which has led to easier communication and adoption of new programs.
As previously mentioned, buy-in from all levels-ranging from executive leaders to frontline employees-is crucial and is a key element of our
